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EXECUTIVE SUMMARY 
 

During February 2010, the Office of the Chancellor Human Resources Division conducted a survey to assess 
employee development needs of all staff (except faculty represented by IFO and MSCF) across the 
Minnesota State College and Universities system. The overall response rate was 48%, with a total of 3,680 
surveys completed. Similar surveys conducted in 2005 and 2007 allow comparisons among the three surveys. 
 
Some Gains Maintained from 2007; Decrease in Participation in Staff Development 
The 2010 survey results show that some gains were maintained from the 2007 survey, with support for 
campus staff development days and supervisory development remaining strong. However, the state budget 
shortfall may explain a slight decrease in attendance for centralized staff development activities, as well as a 
downward trend in attendance at national and/or professional conferences. 

 
Targets of Opportunity  
Survey findings reveal that while we have maintained some gains in staff development across the system, 
institutional attention to staff development varies widely with respect to campus staff development policies, 
use of professional development funds, sponsorship of campus-based professional development activities, 
and staff development planning at the campus level.  
 
While there are improvements in supervisory support for professional development and use of performance 
management methods, there is still room for growth in this area. Leadership development for supervisors and 
managers should continue to be a strong focus at the system and campus level. 
 
Impact Areas for Improvement 

Lack of funding.  Funding issues appear to be more critical in 2010 due to budget cuts across the system. 
Understanding that budgets are reduced, colleges, universities, and the Office of the Chancellor need to 
work in more creative ways to support development opportunities that provide employees with the tools 
to perform their jobs effectively. Solutions may range from alternate delivery of needed development, 
using e-learning tools or sharing internal resources more effectively across campuses. 
 
Training Needs.  Job-specific training still tops the list of desired training for most staff. Most job-
specific training must be addressed at the work unit level, with appropriate resources allocated based on 
the employee’s position description and individual development requirements. Commonly reported job-
specific training needs continue to include computer skills training and ISRS training, which could be 
delivered more effectively if there were standard offerings across the system. Leadership development 
was also cited as an important need. 
 
Communication. Even when training is available, respondents report that it does not always get 
communicated effectively to staff across the system. Most concerning is that most staff (71.1%) are 
not familiar with the employee development philosophy endorsed by the Leadership Council of 
the Minnesota State Colleges and Universities in 2006. Additional methods should be explored for 
communicating professional development opportunities to all staff.   

 
Tuition Waiver.  As in 2005 and 2007, respondents commented that tuition waiver for classes on all 
campuses should be accessible to employees, whether they work at two-year or four-year institutions. 
Comments regarding tuition waiver more than doubled since the last survey. Continued discussion on 
this topic is warranted, along with exploration of alternative methods of administering tuition waiver. 
 
 Next Steps  Results will be communicated to all system staff in July 2010 with recommendations 
forwarded to the Human Resources Committee of the Leadership Council. 
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INTRODUCTION 
 
During February 2010, the Office of the Chancellor of the Minnesota State Colleges and 
Universities system conducted a survey to assess professional development needs of system staff 
and administrators. The Organizational Effectiveness Research Group (OERG) at Minnesota State 
University, Mankato provided survey administration. Staff of the Human Resources Division, 
Office of the Chancellor managed the project in cooperation with the Staff and Leadership 
Development Steering Committee. 
 
Survey invitations were sent to 7,662 staff (except faculty represented by IFO and MSCF) from 32 
colleges and universities across the state of Minnesota.  This is a report of opinions and self-
reported needs of staff in five key areas: 
 

• Types of training needed by individual staff  
• Individual access to existing training 
• Money spent for individual professional development 
• Use of individual development plans in performance appraisals 
• Supervisory and institutional support for staff development 

 
The web-based survey began on February 10, 2010 and ended on February 28, 2010.  The overall 
response rate was 48% with a total of 3,680 surveys completed.   
 
 

DEMOGRAPHICS 
 
While there are slight variances among respondents from each institution, following are 
demographic highlights of the 3,680 employees who answered the survey. The demographics of the 
2010 survey respondents were similar to those of the 2005 and 2007 survey respondents. 
 

• The following bargaining units and plans were represented among survey respondents: 
AFSCME, MAPE, MGEC, MMA, MSUAASF, MNA, Commissioner’s Plan, Classified 
Managerial Plan, and the Administrator’s Plan.   

• Over 70% of the respondents were from AFSCME (45.2%) and MAPE (25.9%). 
• Women comprise 61% of staff surveyed, but represented 70% of the respondents.  
• Within the system, 8.75% of staff report belonging to an underrepresented racial or ethnic 

group; they represented 11% of the respondents. 
• The system experienced growth in new employees, an increase of 6% of 1-3 year employees 

since 2005 and an increase of 1.2 % since 2007. More than half the respondents have been 
employed by the Minnesota State Colleges and Universities for fewer than 10 years. 
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2010 SURVEY FINDINGS 
 

Some gains were maintained from the 2007 survey, with support for campus staff development days 
and supervisory development remaining strong. However, the state budget shortfall may explain a 
slight decrease in attendance for centralized staff development activities, as well as a downward 
trend in attendance at national and/or professional conferences. Effective communication about 
training and development opportunities continues to be a challenge throughout our system. The 
overall findings supported by the 2010 survey data include: 
 

• Maintained gains in key areas (development days, supervisory support, individual 
development plans) 

• Decreased participation in some staff development activities  
• Percent of performance evaluations remain unchanged 
• Communication on training opportunities continues to be a challenge 

 
MAINTAINED SOME GAINS FROM 2007 SURVEY 
Some gains from the last survey were maintained in key areas. These areas all saw increases from 
the 2005 survey results, but little upward movement since 2007. 
 
Campus Staff Development Days 
Participation in campus professional/staff development days remains strong at 50.7%.  While there 
was not an increase from the 2007 survey, this still represents an 8% increase from the 2005 survey. 
Appreciation for campus staff development days included comments such as: 
  

“The Staff Development Team at ARCC did an excellent job on 2/15/10. The first 
session and speaker was geared for everyone and there were breakout sessions 
following that were wide ranged- meeting individual needs/interests for everyone 
to choose from.”   

 
Individual comments from the survey also included many ideas for strengthening campus staff 
development days by making them more staff focused and meeting more identified training needs 
of staff. It should be noted here that there is wide variance among the system, with some campuses 
hosting staff development days and others not. 
 
Supervisory Support for Staff Development 
More than 75% of respondents reported that their supervisor encourages staff development 
opportunities. This represents a 5% increase from 2005. In addition, 56% agreed with the statement, 
“When I communicate a need for new skill training or knowledge, my supervisor helps me to find 
appropriate training.” This represents a 5% gain from the 2005 survey that has been maintained in 
the last two years. However, 25% of respondents reported that their supervisor does not encourage 
staff development opportunities, leaving much room for improvement in this area.  
 
These survey comments demonstrate the direct impact that supervisory support for staff 
development has on employee engagement and job satisfaction : 
 

“Over the years, it was really dependent on who my supervisor was as to whether 
or not I could attend training.” 
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“Within the past three years, I have felt blessed to work at a university where my 
personal development has been a priority. I feel very satisfied and thankful to 
have a supervisor who is constantly offering opportunities for growth, leadership 
and development….I could not be more satisfied with my position and the 
opportunities it has provided.” 
 
“I am NOT encouraged to participate in professional development, unless it 
directly relates to my current job duties (which are pretty narrowly defined). I feel 
like I have no opportunity to learn new skills, am afraid my skills are stagnating, 
and I am considering looking for other job opportunities where I can be 
challenged and grow as an employee.” 

 
Support for Development of Those in Supervisory Roles 
Support for supervisory development is consistent with 2007 data, with 55% of respondents who 
report that their supervisor encourages them to participate in regular supervisory/managerial 
development activities.   

 
The number of respondents who are supervisors that reported attending the supervisory training 
program introduced in 2006, The Art and Science of Supervision increased by nearly 8% from 2007. 
This is currently mandatory for all new MMA supervisors, with voluntary participation from 
supervisors covered by other contracts and plans. Coaching from a supervisor continues to be the 
main resource used by new supervisors to acclimate to their position (46.2%). Of concern, fewer 
supervisors are getting advice from colleagues (a decrease of 17% from 2007) and there is a 
downward trend in supervisory staff meetings by 7% from 2005 through 2010. There is a slight 
increase in the number of individuals who relied on reading books for supervisory development.  
 
Most survey comments regarding supervisory development focused on the need to provide 
supervisory training for everyone in supervisory roles. They included: 
 

“I feel that there is a need for continuing training for supervisors that is not 
currently being met.” 
 
“All supervisors need to have the skills to lead and manage other individuals. 
With the challenges the campus faces, it is critical to have strong leadership at 
many levels. Coaching poor performance and conflict resolution are needed 
skills…” 

 
Individual Development Plan Discussions 
While we saw a 12% increase from 2005 to 2007 in staff who reported that they have an individual 
development plan that they discussed with their immediate supervisor, this leveled off at 46.8% in 
the 2010 data. 
 
This particular measure is important, because it specifically links development efforts to improved 
employee performance. Individual development plans also help guide the employee and their 
supervisor in identifying appropriate development opportunities and planning for development 
expenditures on an annual basis.  



 
Staff and Leadership Development Survey Report  June 2010 
MnSCU Human Resources Division  Page 8  

 
DECREASED PARTICIPATION IN STAFF DEVELOPMENT ACTIVITIES 
Just under 80% of respondents attended some type of staff development activity during the past 
year. This is a slight decrease from 2007. The top five types of training respondents reported 
attending included:  

• Campus professional development day/staff development day (50.7%) 
• Code of Conduct Training (31.0%) 
• Data Privacy/Security Awareness (28.8%) 
• Safety Training, Employee Right-to-Know, NIMS, Bloodborne Pathogens (22.4%) 
• Job-specific Training (19.9%) 
• Computer Training (19.9%) 

 
There is a downward trend from 2005 through 2010 in training participation on customer service, 
diversity, job specific, technology, computer, and new employee orientation. The decrease in new 
employee orientation needs to be understood in the context that respondents who self identified as a 
new hire (0-1 year) has decreased by 3% since 2007. Of concern, the number of individuals who 
reported sponsoring or promoting staff development activities has decreased by 8% from 2005 and 
4% from 2007 to 2010. 
 
Decreased Attendance at Development Events Requiring Travel 
While 87.5% of respondents report participating in campus staff development, there has been a 6% 
decrease in employees who participate in centralized training sponsored through the Office of the 
Chancellor. Also of note, participation in staff development outside of the Minnesota State Colleges 
or Universities or the state has decreased by 20%. This trend is explained in multiple survey 
responses about budget restrictions on out-of-state travel and reduced professional development 
funds. 
 

“I find that there are many leadership and development opportunities available 
through MnSCU. What we need is better funding and time off to be able to attend 
them.” 
 
“An important part of my job is attending an annual conference out of state. I was 
not able to attend last year due to limits placed on traveling. Missing that 
conference continues to limit my abilities.” 
 
“Since there is no out-of-state travel, it makes it difficult to find quality 
professional development in my field.” 
 
“Budget cuts and travel restrictions have reduced investment in professional 
development activities at my institution.” 

 
 
Increased Workloads; Less Time for Training 
Complicating this is the fact that multiple respondents report having increased workloads due to 
layoffs, retirements, and unfilled positions. That workload increase translates into many employees 
who feel they have no time for training. 
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“It is very difficult to participate in any staff development opportunities when our 
staff levels have been reduced, yet our service levels remain the same.” 
 
“Any lack of opportunity for career development in my department is directly 
related to lack of staffing. We have been grossly understaffed for over a year and 
there has been no chance to attend development days because we need to get 
processing done for the student body.” 

. 
Also, impacted by the economic landscape, there was a slight increase in the percentage of people 
who indicated they did not contribute financially to their own professional development.  

 
 
PERCENT OF PERFORMANCE EVALUATIONS REMAIN UNCHANGED 
Staff who received performance evaluations within the past year remains unchanged (70.7%) This 
is an important metric to track, much like the individual development plan, because it helps 
supervisors and employees directly link staff development with employee performance. Without 
this baseline data and performance conversation between supervisors and employees, it is difficult 
to guide employees in their development needs. While the aggregate survey data shows that 70% of 
employees received a performance evaluation last year, it is important to note that this there is wide 
variance among college and university specific survey data, with some institutions showing high 
completion rates and others low. 
 
COMMUNICATION ON TRAINING OPPORTUNITIES CONTINUES TO BE A CHALLENGE 
For those employees who did not attend training during the last year, almost a quarter of the 
respondents (25.8%) indicated they were not aware training was available. This finding was 
supported by multiple comments that pointed to lack of adequate advertising, poor timing or little 
lead time in announcements, the role of HR in getting information to employees, and lack of a 
centralized place to find development opportunities. 
 

“If there are opportunities out there, I don’t know about them. Better marketing or 
distribution of information is needed to make employees aware of opportunities 
available.” 
 
“Please communicate training opportunities far in advance….so often I get them 
and cannot adjust my schedule to attend.” 
 
“I think HR needs to have more information on training opportunities offered for 
our staff so we can pass it on to employees. Maybe something other than 
email…we get bombarded with so many emails I fear some of it gets 
disregarded.” 
  
“There is no centralized place for all training to be found. Very confusing.” 
 
 

Most concerning is that most staff (71.1%) are not familiar with the employee development 
philosophy endorsed by the Leadership Council of the Minnesota State Colleges and Universities in 
2006. This statistic has not changed since the 2007 survey. The philosophy statement articulates that 
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employees and their institutions have a shared responsibility in finding appropriate development 
opportunities in order to promote improved performance and achievement of goals and objectives. 
The philosophy statement reads: 
 

We are committed to developing the talents of Minnesota State Colleges and Universities' 
employees. We value our employees and understand that continuous learning benefits the 
entire system by developing and maintaining employee skills that link directly to 
achieving organizational goals and objectives. Supporting successful leaders at all levels 
also builds institutional capacity to better serve our students and our communities. This 
commitment is realized as a shared responsibility between each employee and each 
college, university, or the Office of the Chancellor. 
 
 

OPEN ENDED  COMMENTS  
More than 20% of respondents had open-ended comments; of those who commented, the three 
top areas were related to content, budget, or tuition waiver.  Comments on content and budget 
were reflective of the quantitative data and have already been reported above; however, tuition 
waiver emerged as a theme without prompting by a specific question in the survey. While this is 
consistent from the 2005 and 2007 surveys, there were 129 comments regarding tuition waiver, 
compared to 47 in 2007. 
 
Most comments about tuition waiver focused on lack of flexibility for employees to choose where they can 
access tuition waiver and the 3-year waiting period for new employees to use tuition waiver. 
 
Comments included: 
 

“It is disappointing that staff from 2-year schools cannot get tuition reimbursement from 
4-year institutions. If we want to pursue a 4-year degree, we need to pay strictly out of 
pocket for it while our coworkers at a 4-year institution can receive waivers for their 
higher degrees.” 
 
“Change the rule that one has to be employed 3 years before taking a course with tuition 
waiver. If someone wants to take a course that helps in their work assignment, it should 
be allowed.” 

 
 

CONCLUSION 
 

The survey results clearly demonstrate that investment in staff and leadership development is vital 
to achieve Minnesota State Colleges and Universities Strategic Directions:  
 

Goal 4.1 “Build organizational capacity to meet future challenges and remove barriers to 
innovation and responsiveness” and  
 
Goal 4.3 “Hire and develop leaders who will initiate and support innovation throughout the 
system.”  
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Additionally, goals identified in the 2010 HR Strategic Plan provide direction for our human 
resources partners across the system as we continue to improve individual performance and build 
organizational capacity.  
 
Goal 1. Attract, retain and develop employees to meet current and future educational needs. 
Goal 2. Cultivate a work and learning environment that is inclusive, welcoming and supportive. 
Goal 3. Provide employees with accurate and timely HR information to make informed decisions 
affecting their work and life. 
Goal 5. Build HR processes, systems and infrastructure to provide efficiency, quality and cost 
effectiveness. 
    
A key difference from the 2005 and 2007 results is that funding issues appear to be more critical in 
2010 due to budget cuts across the system. Understanding that budgets are reduced, colleges, 
universities, and the Office of the Chancellor need to work in more creative ways to support 
development opportunities that provide employees with the tools to perform their jobs effectively. 
Solutions may range from alternate delivery of needed development, using e-learning tools or 
sharing internal resources more effectively across campuses. Following is a list of opportunities 
noted by the Staff and Leadership Development Steering Committee. 
 
 
HIGH PRIORITY OPPORTUNITIES 
 
1. Leverage and enhance current development programs to increase their effectiveness in 

addressing system and campus needs. 
• Continue to support existing leadership development programs, such as the Luoma 

Leadership Academy and the Art and Science of Supervision. 
• Continue to support Divisional Conferences across the system (e.g., in Academic and 

Student Affairs, Human Resources, Information Technology, Finance and Facilities, 
Development). Use conferences as a forum to respond to development needs and succession 
management within divisional areas. 

• Continue support of the Annual Frontline Conference (for AFSCME and MAPE employees) 
• Expand supervisory and managerial development programs to meet current needs of new 

and veteran supervisors and managers. 
• Explore alternate delivery of needed development, using e-learning tools or sharing internal 

resources more effectively across campuses. 
 
2. Improve training opportunities at both the campus and system level to insure that all 

employees have access to critical training and development. 
• Find ways to close the gaps in staff development among institutions in the system. 
• Increase access to ISRS and other systems training for employees and standardize 

documentation and curriculum at the system level. 
• Address staff development funding needs at the campus level. 

 
3. Continue facilitating and reinforcing the use of annual performance evaluations and 

individual development plans that support accountability and transfer of training to on-
the-job performance. 
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• At the system level, explore performance evaluation methods and processes that will 
improve their administration.  

• At the campus level, build accountability and reporting for performance evaluation 
completion. 

• Encourage integration of individual development plans into annual performance evaluations. 
 
4. Improve the communication of training and development opportunities at the campus and 

system level to maximize the efficient use of our development dollars. 
• Continue to build upon training and development web resources on the Human Resources 

Division web site. 
• Create communications that help employees find appropriate training. 
• Publicize the System-wide Training and Registration Site (STARS) and encourage its use at 

the system and campus level. 
• Encourage human resources professionals to post professional development opportunities on 

campus bulletin boards whenever possible. 
 
5. Recommend a review of tuition waiver as a component of our talent management and 

retention strategy. 
• Explore other models of awarding tuition waiver for non-faculty employees. 

 
 
 
NEXT STEPS 
 
Results of the system-wide staff development survey will be shared in June and July with leaders in 
the Minnesota State Colleges and Universities system and will be made available online at:  
http://www.hr.mnscu.edu/training_and_development/needs_assessment.html 
 
Institution-specific reports will be sent to Chief Human Resources Officers at the colleges and 
universities for discussion and use. 
 
The Staff and Leadership Development Steering Committee, in consultation with the Human 
Resources Committee of the Leadership Council, will address staff development needs identified in 
the survey in the annual work plan.  
 
Feedback from Minnesota State Colleges and Universities employees regarding the survey report 
and work plan development is welcomed and can be directed to Anita Rios at 
anita.rios@so.mnscu.edu 
 
 
  

 
 
 
 
 

http://www.hr.mnscu.edu/training_and_development/needs_assessment.html�
mailto:anita.rios@so.mnscu.edu�
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APPENDIX I 
 

 
Table 1.  Themes from Open-Ended Comments 
Theme Number Percent  
Content suggestions (top three listed) 

• More Leadership Development opportunities 
• More Job Specific Training 
• Professional Development Days not relevant 205 19.5% 

Tuition waiver concerns 129 12% 
Budget constraints 105 10% 
Inequities between bargaining units (e.g. AFSCME not priority) 79 7.5% 
Supervisor/management support for development 75 7.1% 
Workload issues 53 5% 
Better communication of training opportunities  46 4.4% 
Limited opportunities/support for internal promotion 36 3.4% 
Performance development opportunities for all staff 28 2.6% 
Scheduling issues 28 2.6% 
Better performance evaluation 21 2% 
Funding process cumbersome/unclear 16 1.5% 
Suggestions on methods of delivery (e.g. more web-based) 15 1.4% 
Student worker supervision 13 1.2% 
Survey specific comments 13 1.2% 
Better use of internal resources for training 9 .8% 
New employee orientation 9 .8% 
Contract Business Unit limitations (CBU) 8 .7% 
Better oversight for training and development (e.g. uniform stds) 8 .7% 
Feedback on performance/recognition for work 6 .6% 
Accurate position descriptions 6 .6% 
Mentorship programs 5 .5% 
Peer group meetings 5 .5% 
Cross training 4 .4% 
Professional development plans (PDP) 2 .2% 
Return on Investment (ROI) 2 .2% 
Succession planning 2 .2% 
Assessment 1 .1% 
Incentives 1 .1% 
Lack of interest 1 .1% 
Personal responsibility 1 .1% 
Utilizing talent 1 .1% 
Comments unrelated to scope of survey (e.g. venting) 118 11.2% 
Total 1051 100% 
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